Sexual harassment has been associated with suicidal behaviors, and with the rise in suicides in the U.S. military, sexual harassment's role in suicide has been of growing interest. Lacking are studies that examine group-or unit-level variables in the relationship of sexual harassment to suicidal behaviors (thoughts, plans, and attempts). In this study, survey data from soldiers (12,567 soldiers in 180 company-sized units) who completed the Unit Risk Inventory administered during calendar year 2010 were analyzed using hierarchical linear modeling. At the individual level, sexual harassment was associated with a fivefold increase for risk of suicide. Reporting that leaders could be trusted was associated with a decreased suicide risk by about onethird. There was no statistically significant interaction between sexual harassment and trusted leaders in predicting the suicidal behaviors. At the group level, units or companies having higher levels of sexual harassment also had soldiers three times more at risk for suicide. A cross-leveling effect was also observed: Among units having higher levels of sexual harassment, the negative correlation (buffering effect of unit leaders on suicidal behaviors) was diminished. Implications of findings for preventing sexual harassment and suicide risk are discussed.
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Interest in the topic of sexual harassment has risen steadily over the last decade. This interest, in part, is due to the increased diversity of the workforce and the connection of sexual harassment to negative health consequences, including employees' negative job attitudes, decreased work performance, diminished well-being and physical health, and increased suicide risk (Cortina & Berdahl, 2008) . In the U.S. military, sexual harassment has been and continues to be an issue for leaders and policy makers (Buchanan, Settles, Hall, & O'Connor, 2014; Stander & Thomsen, 2016) . Changes regarding who can serve in the U.S. military, such as those of varied sexual orientation, women permitted to train for more military occupational specialties, and so forth, have heightened concerns about sexual harassment. According to recent estimates, sexual harassment and assaults have occurred with some degree of frequency in the U.S. military. It has been estimated that 22% of veteran women and 1% of veteran men have experienced either sexual assault or threatening sexual harassment during their military service (Gallegos, Cross, & Pigeon, 2015) . 1 A recent Department of Defense (DoD) survey (Morral & Gore, 2017; Morral et al., 2016) reported that 22% of active service women experienced sexual harassment or gender discrimination. Among men, the occurrence was much lower (7%). Of these occurrences, few reported these incidents to authorities, about 1% and 3%-4% reporting unwanted sexual contact or sexual harassment, respectively. Underreporting likely occurs due to anticipated retaliation toward victims for having reported sexual assaults, often in the form of professional, social, and administrative actions or punishments. Indeed, unit leaders were those often involved in the violation itself (60% of men and 58% of women), although some leaders took action and others not. Of the reported occurrences, 41% of the recipients of sexual harassment were dissatisfied with how their experiences were handled by authorities. Additionally, about one-fifth of women and 7% of men experienced a sexually hostile work environment in the past year, and sexual harassment was largely associated with such environments. Concerning the reserve component, Street, Stafford, Mahan, and Hendricks (2008) reported the high occurrence of sexual harassment (27% for males and 60% for females) and sexual assault (13% for females and 2% for females) in a convenience sample of reservists. For both genders, these experiences were related to negative physical and mental health conditions, with sexual assault showing stronger negative associations with health outcomes.
SEXUAL HARASSMENT AND SUICIDE RISK
Sexual harassment has been associated with suicidal behaviors (Tomasula, Littleton, Anderson, & Riley-Tillman, 2012) , and with the rise in suicides in the U.S. military, sexual harassment's role in suicide has been of growing interest. Since 2002, the rate of suicides in the U.S. military has been steadily rising (U.S. Army Office of the Chief of Public Affairs, 2010 Affairs, , 2012 . The suicide rate among military personnel increased from 10.3 suicides per 100,000 service members in 2001 to 15.8 suicides per 100,000 service members in 2008 (Ramchand et al., 2011) . The rise in suicides relative to the prevalence of sexual harassment and assault has led to several research studies in recent years. Among veterans of Operation Enduring Freedom (OEF) and Operation Iraqi Freedom (OIF), Monteith, Menefee, Forster, Wanner, and Bahraini (2015) observed deployment-related sexual trauma was associated with suicide ideation, after controlling for differences in age, gender, and combat exposure. Belik, Stein, Asmundson, and Sareen (2009) examined sexual trauma among Canadian military personnel, and observed sexual trauma (e.g., rape, sexual assault) was associated with suicide attempts in both men and women, even considering sociodemographic and mental health disorders. Gradus, Street, Suvak, and Resick (2013) reported associations between sexual harassment and suicide ideation among a national sample of OEF and OIF veterans, even when accounting for mental health symptoms.
WORK ENVIRONMENT AND THE "TOTAL INSTITUTION" OF THE MILITARY
An ignored aspect surrounding military suicide are the contextual or unit 1 The topic of this article is sexual harassment, a related yet distinctly different topic from sexual assault. The recent DoD-sponsored survey of sexual harassment and assault provides these distinctions: "Sexual assault includes penetrative, non-penetrative, and attempted penetrative crimes. Sexual harassment includes (1) sexual quid pro quo-'incidents in which someone uses his or her power or influence within the military to attempt to coerce sexual behavior in exchange for a workplace benefit' and (2) sexually hostile work environment-'workplace characterized by severe or pervasive unwelcome sexual advances, comments, or physical conduct that offends service members'" (Morral, Gore, & Schell, 2016) . effects on the occurrence of sexual harassment as well as sexual harassment's relationship to negative behavioral health, such as suicide risk. Nearly all studies on this topic have examined relationships among physical or sexual assault, behavioral health, and suicide risk at the individual level. And while appropriate, given mechanisms of suicidal behaviors are largely thought to occur at the individual level, undeniably, there can be contextual and group-level effects that might confer additional risk (e.g., Durkheim, 1951; Joiner, Van Orden, Witte, & Rudd, 2009) . Sexual harassment and assault most often occur in hostile work environments-workplaces in which individuals have difficulty in performing job tasks due to various forms of harassment, including suggestive remarks, use of sexual language or off-color jokes, sexually suggestive photographs displayed in the workplace, and inappropriate touching or fondling (Dessler, 2010) . To be unlawful, the conduct must create work environments that would be intimidating, hostile, or offensive to a reasonable person (Equal Employment Opportunity Commission, 2017). The particular importance of such contextual aspects would be expected to be high in the military, given the uniqueness of military service.
A hallmark of military life is its institutional character (Cooley, 1913; Goffman, 1957) , which heavily influences individual and group values, norms, and behaviors. Life in the military occurs almost entirely in one setting. Daily activities are determined by established procedures to achieve the goals of the unit and those of the larger organization or institution. Activities are performed routinely in the presence of unit members and continuously monitored by supervisory authorities. In such settings, it would be expected that the institutional character reflected in norms, values, and expected behaviors among unit members would greatly influence individual behaviors (Segal, 1986) .
Another salient aspect of military life is the surveillance and authority exercised over military personnel by their leaders. Leadership can promote or deter sexually inappropriate behaviors. Sadler, Mengeling, Booth, O'Shea, and Torner (2017) found that negative leader behaviors (e.g., allowed other unit members to make sexually demeaning comments) were associated with increased assault risk (at least doubling servicewomen's odds) in their study of a small sample of Air Force and Army women service members. Additionally, surveys of deployed soldiers have repeatedly observed both main and interaction effects of quality leadership on several health outcomes (Mental Health Advisory Team, 2013) . In these studies, soldiers rated small-unit leaders on several dimensions including being concerned and caring, and such dimensions were associated with more positive wellbeing and lessened the negative effects of combat stressors on individual well-being and health conditions. Indeed, Bell, Street, and Stafford (2014) reported that among a national sample of reservists who experienced sexual harassment, those who had reported the harassment to authorities had better later mental health conditions (fewer posttraumatic stress disorder [PTSD] symptoms) than those who had not reported sexual harassment. These researchers further noted that perceptions of and satisfaction with the reporting process among those who experienced sexual harassment seemingly was related more to well-being than to having actually reported the harassment.
Given these aspects of everyday life in the military, it would seem important to consider the contextual or group/unit-level characteristics of experiences of both sexual harassment (here labeled hostile work environment) and unit leader support. Lacking in the research literature are studies that examine the role of group-or unit-level variables in the relationship of sexual harassment to suicidal behavior. These would include the prevalence of sexual harassment in the unit as an aggregate (Nye, Brummel, & Drasgow, 2014) and the extent to which unit members trust unit leaders to confide in them for help (Mental Health Advisory Team, 2013) . This perspective implies a work unit influence on the occurrence of sexual harassment and its relationship to individual effects. Multilevel analysis is best suited to address research questions pertaining to the topic. Only in a very recent study have researchers examined the relationship of group-or unit-level variables on experiences and relationships among variables at the individual level. Harris, McDonald, and Sparks (2017) employed hierarchical liner modeling including both individual-level and work unit-level data. They found that sexist environment as a work unit variable was significantly and positively related to sexual harassment experiences. Other work unit variables, such as unit-level climate, group cohesion, and job satisfaction were not.
RESEARCH GAPS
The reviewed research literature points to several gaps in studying the relationship of sexual harassment to suicidal behaviors. The first gap is examining sexual harassment experiences of the individual in a group context. Sexual harassment in the workplace is often spoken in the context of work environments that either deter or promote sexual harassment, referred to as "hostile work environments." These group contexts are especially salient to military service members who work in what might be considered "total institutions" (Goffman, 1957) . A second gap in the sexual harassment literature is the extent supervisors or leaders encourage either nonhostile or hostile work environments, in addition to the direct support they offer or not to the victim of sexual harassment. Many of the reported studies (e.g., Morral & Gore, 2017; Nye et al., 2014) have shown the importance of grouplevel variables in the occurrence of sexual harassment. These variables would include hostile work environment and unit leader support. A third gap is that much of the research findings on the suicide-sexual harassment connection are derived from convenience samples. There are only a few studies that have studied this connection in large-scale representative samples. Also, studies also have not examined this connection among samples of reserve military personnel, a group who are increasingly important to recent combat operations. This omission seems important-both from a policy perspective with the increased reliance on the reserve component in national defense (Baiocchi, 2013) and from a clinical perspective with large numbers of emergent health problems among reservists (Hourani et al., 2007; Jacobson et al., 2008; Milliken, Auchterlonie, & Hoge, 2007) , including suicide (Griffith, 2012) .
Study Purpose
Several aspects of the current study addressed these aforementioned research gaps. Using survey data obtained from a large, unit-representative sample of Army National Guard soldiers, in this study we examined the relationship of having experienced sexual harassment to suicidal behaviors; specifically, thoughts, plans, and attempts. The role of unit leaders in this relationship as main and moderating effects was examined. Group-or unit-level effects were also examined. Employing a hierarchical linear model, the relationship of both group-or unit-level sexual harassment (referred to as hostile work environment) and unit members' perceived support of unit leaders to suicidal behaviors were examined. Additionally, the cross-level moderating effect of unit leader support on observed unit relationships of sexual harassment to suicidal behaviors was examined.
METHOD
This study was part of a series of studies initiated in fall 2010 at the request of the Army's Vice Chief of the Staff to the Director, National Guard Bureau, to perform in-depth analyses of suicides that occurred in the Army Reserve National Guard (ARNG 
Data Source
The data source was ARNG soldiers' responses to a standardized questionnaire, called the Unit Risk Inventory (URI). This inventory was developed and funded by the U.S. Army (Army Substance Abuse Program, 2014) . It is used as an informal unit assessment of the health and well-being of soldiers. The URI consisted of about 80 questions on current home station experiences, not deployment or postdeployment experiences. Specific content of questions pertained to drug and alcohol substance abuse, suicidal thoughts, negative mood, stressors, perceived supports, and having experienced sexual harassment.
The calendar year 2010 responding sample consisted of 180 company-sized units with a total of 12,567 responding soldiers. Unit members voluntarily completed the inventory. Due to the guarantees of anonymity made to soldiers, no soldier background information and personally identifying information were gathered. As a result, comparisons of demographic characteristics of responding soldiers could not be made to those of the ARNG overall. Even so, other findings did suggest that the responding sample adequately represented ARNG units. Completion rates for soldiers in the units were high, with a mean unit response rate of 70.8% (median = 69.4%) and a range from 36% to 100%. Additionally, the distribution of unit types represented in the study sample was not statistically different from those in the ARNG overall (v 2 [3] = 0.81, n.s.; combat arms, 47.5% to 45.2%; combat support, 20.2% to 23.0%; combat service support, 29.8% to 29.1%; and other, 2.4% to 2.6%).
Study Variables
There were three primary variables of the study: Sexual Harassment, Trust in Unit Leaders, and Suicidal Behaviors. Suicidal Behaviors served as the study dependent variables and were measured by responses to three items: Within the last 12 months. . . "have you had any suicidal thoughts?"; "did you make a plan?"; and "have you attempted suicide?" Soldiers responded Yes (coded as 1) or No (coded as 0) to each question. Responses to such items are frequently used to assess suicidal behaviors (Clum & Curtin, 1993) . Both Sexual Harassment and Trust in Unit Leaders served as predictor or independent variables of Suicidal Behaviors. Sexual Harassment was assessed by soldiers' responses to the question, "Within the last 12 months, have you been sexually harassed in your unit (e.g., received unwanted sexual remarks, gestures, had your job security or evaluation compromised by requests for sexual favors, experiencing a sexually threatening workplace)?" This question is consistent with the U.S. government's definition of sexual harassment:" the deliberate or repeated unsolicited verbal comments, gestures, or physical contact of a sexual nature which are unwelcome'' (U.S. Merit Systems Protection Board, 1981, p. 10). Trust in Unit Leaders was assessed by soldiers' responses to the question, "Do you trust your unit chain of-command enough to talk with them about a personal problem?" Change of-command leaders to whom soldiers are frequently exposed are squad leader (often staff sergeant), platoon sergeant and leader (respectively, sergeant first class and lieutenant), company first sergeant, and company commander (captain).
Analysis Approach
Of interest were suicidal behaviors (i.e., thoughts, plans, and attempts), with specific interest in the extent to which selfreported individual-level sexual harassment and trust in unit leaders could predict suicidal behaviors. Another interest was the extent to which Trust in Unit Leaders reduced or buffered the negative effects of Sexual Harassment on Suicidal Behaviors. The role of supportive chain of command, or lack thereof, in the experience of sexual harassment was examined. The extensive research literature on social support and importance of concerned leadership in the military (Britt, Davison, Bliese, & Castro, 2004; Mental Health Advisory Team 9, 2013) suggested that perceived trust in unit leaders would lessen the negative behavioral health effects of sexual harassment. To test this interaction, the multiplicative term of Sexual Harassment by Trust in Unit Leaders was used as an additional individuallevel predictor variable (Cohen & Wills, 1985) .
There was also an interest in examining the extent to which group level or unit mean (M) Sexual Harassment (or the average number of soldiers reporting sexual harassment in the unit) and unit M Trust in Unit Leaders was (1) related to the occurrence of Suicidal Behaviors in units and (2) moderated the relationship of Sexual Harassment to Suicidal Behaviors. Hierarchical linear modeling (HLM) is suited for examining both individual and group effects on dependent variables (Raudenbush, Bryk, Cheong, Congdon, & Toit, 2011) . Because each criterion variable (suicide thoughts, plans, and attempts) was dichotomously coded, the HLM nonlinear model with the logit link function was used. The HLM sample size was 11,524 soldiers (list-wise deletion across study variables) nested in 180 company-sized units with a mean number of 70 soldiers per unit (median N = 63). At Level 1 (soldier), self-reported suicide thoughts, plans, and attempts were predicted, first by self-reported Sexual Harassment, Trust in Unit Leaders, and the interaction of Sexual Harassment by Trust in Unit Leaders. The predictor variable was group centered (see Hofman & Gavin, 1998) . At Level 2 (unit), both unit M Sexual Harassment and unit M Trust in Unit Leaders was used to predict (1) unit M Suicidal Behaviors, namely thoughts, plans, or attempts (called means-as-outcomes) and (2) unit variation in the relationship of selfreported Sexual Harassment to Suicidal Behaviors and unit variation in the relationship of self-reported Trust in Unit Leaders to Suicidal Behaviors (called slopes-as-outcomes). The predictor variable was grand mean centered (see Hofman & Gavin, 1998) . 
RESULTS

Soldiers' responses to
Multilevel Modeling
To ascertain whether variance in the criterion variable (suicide thoughts, plans, and attempts) is related to group or unit membership, three unconditional models were conducted. An unconditional model is when only the criterion variable is entered as an outcome. For each of the criterion variables, there was statistically significant variation across the units, respectively, for suicide thoughts, plans, and attempts, v 2 (179) = 308.31, 231.72, and 212.18, p < .001. Variance accounted by unit membership was small, 1.1%, 0.4%, and 0.3%, respectively, for thoughts, plans, and attempts. By contrast, much more variance was accounted for in the variables of Sexual Harassment and Trust in Unit Leaders, respectively, 32% and 77% (ICC(1)s = 0.77 and 0.32).
Conditional Model. Three conditional models were then conducted, one each for suicide thoughts, plans, and attempts. At the individual level in each model, predictor variables were having experienced sexual harassment in the last year, trust unit leaders to confide personal problems, and the interaction of the two former variables (multiplicative term). At the group or unit level, each unit mean outcome (i.e., suicide thoughts, plans, and attempts) was predicted by unit M Sexual Harassment and unit M Trust in Unit Leaders (means-asoutcomes). In addition, the extent to which Trust in Unit Leaders moderated the relationship of Sexual Harassment to Suicidal Behaviors across units was examined (slopes-as-outcomes). Results are depicted in Table 2 .
Individual-level effects were stronger than the group-level effects. Effects were largest for the relationship of Sexual Harassment to Suicidal Behaviors. Effects progressively increased from thoughts through plans to attempts, odds ratios of 5.17, 11.62, and 15.40, respectively. Similar results were observed at the group level, although effects were lower than those observed at the individual level and were about the same for each suicidal behavior, with odds ratios about 3.
At the individual level, having Trust in Unit Leaders was associated with reduced risk across the suicidal behaviorsby nearly 30%. However, this effect was not observed at the group level. In addition, having Trust in Unit Leaders showed no buffering effect at either the individual or group levels.
Both Sexual Harassment and Suicidal Behaviors generally occurred in the same units. That is, those units have higher levels of Sexual Harassment also had higher levels of suicidal behaviors, nearly three times higher than units having lower levels of Sexual Harassment. Moreover, unit M Sexual Harassment was associated with reduced negative effect of Trust in Unit Leaders to Suicidal Behaviors, anywhere from 3.5 to 5.5 times.
At the individual level, reporting Sexual Harassment was associated with increased Suicidal Behaviors. In addition, perceiving unit leaders as those who the soldier might trust and confide was associated with reduced Suicidal Behaviors. However, this association was diminished in units having higher than average Sexual Harassment. That is, unit M Sexual Harassment showed a moderating negative effect (increased Suicidal Behaviors) on the relationship of Trust in Unit Leaders to Suicidal Behaviors.
To examine the Level 2 effects, units were divided into two groups having higher and lower levels of Sexual Harassment-1 SD above and below the mean value of all units for Sexual Harassment. Units having higher than average Sexual Harassment, 
DISCUSSION
In this study we examined the extent to which sexual harassment imparted suicide risk to the individual soldier, in addition to the protective factor of trusted unit leaders as a main effect and moderating effect of sexual harassment on suicide risk. Using survey data obtained from the URI administered to home-stationed units (12,567 responding soldiers in 180 company-sized units) during calendar year 2010, 2% of the soldiers reported having experienced sexual harassment in the past year. The prevalence of sexual harassment experienced in the last year was low when compared to the prevalence in active duty samples (9%). However, Morral and Gore (2017) found low rates of sexual assault in the past year among reserve component members: 3% of women and <1% of men. Few soldiers (6% of the study sample) had reported suicidal thoughts; the percentage fell in between prevalence estimates for Western countries (2.1%; Borges et al., 2006) and recent lifetime prevalence among soldiers (13.9%; Nock et al., 2014) . Finally, here, few soldiers expressed having made plans and attempts, 2% and 1%, respectively.
Individual Versus Group or Unit Effects
At the individual level, sexual harassment conferred risk to suicidal behaviors-5 times for suicide thoughts, 12 times for plans, and 15 times for attempts. Perceiving unit leaders as being trustworthy to confide in during times of personal need was associated with one-third reduced suicide risk. This finding is consistent with studies showing the positive effects of trusted leadership on soldier morale, health, and wellbeing (Mental Health Advisory Team, 2009 ). Civilian studies have also shown the positive effects of quality supervision on employee morale, job satisfaction, and performance (Pestoniee & Singh, 1977) . Of particular note was that trust in unit leaders did not moderate the relationship of sexual harassment to suicidal behaviors. This finding is unlike studies of civilians that have shown the "buffering effects" of social support (Cohen & Wills, 1985) . That is, the generally negative relationship between stressful conditions and individual well-being would be less when having higher rather than lower level of social support (Ahronson & Cameron, 2007; Griffith, 2002) .
A unique aspect of the study was examining group-or unit-level effects of both sexual harassment (called hostile work environment) and trusted unit leaders on suicidal behaviors. Study findings show important group-or unit-level effects of both sexual harassment or hostile work environment and trusted unit leadership on suicidal behaviors in units. There was evidence that sexual harassment when grouped by unit showed more suicidal behaviors; units having higher mean sexual harassment values were three times more likely to have soldiers at risk for suicidal behaviors. Sexual harassment at the unit-level or hostile work environment diminished the protective factors of trusted unit leadership on suicidal behaviors. That is, the negative relationship of trusted unit leaders to suicidal behaviors was more positive (or less negative) in units having higher rather than lower levels of sexual harassment. There was no evidence of a cross-leveling effect for trusted unit leaders. That is, unit members' perceptions of trusted unit leaders did not moderate unit relationships of sexual harassment to suicidal behaviors. These results are somewhat consistent with a recent analysis of service members' responses to the Defense Equality Opportunity Climate Survey. Specifically, Harris et al. (2017) reported both individual-level and unit-level effects of demographic and organizational characteristics on sexual harassment experiences. They found that tolerance of sexism or what might be labeled hostile work environment was associated with individual experiences of sexual harassment. Unit attributes, such as culture or unit cohesion, showed less of an association.
Underlying Processes of the Sexual Harassment-Suicide Connection
Having found sexual harassment to be associated with increased suicide risk, the question is, then, What might be the underlying processes that explain the connection? The present study lacks data to respond to this question directly. However, sexual harassment in the context of suicide theories helps point to possible underlying processes. Sexual harassment likely precipitates conditions, including negative emotional states and distorted cognitions related to oneself in relation to others, and these have established relationships with suicide risk (Gunn & Lester, 2014) . These conditions, then, likely explain the sexual harassment-suicide connection. To elaborate, first, sexual harassment likely results in negative emotions and distorted cognitions. Both depression and posttraumatic stress symptoms have been associated with sexual harassment (Rettner, 2017) . These psychological states are often comorbid conditions of suicide risk (Nock et al., 2014) , and some have proposed suicidal behavior provides a means for the individual to escape these emotions (Baumeister, 1990) . Second, sexual harassment likely leads to distorted cognitions injurious to oneself. Having been sexually harassed or assaulted without subsequent means to report and remedy the violation may result in the individual seeing oneself at-fault, and attributing negative qualities to oneself consistent with that perception (Baumeister, 1990) . These cognitions would be expected to diminish selfworth (Gunn, 2014, p. 45) . Additionally, the experience of sexual harassment without correction likely results in perceptions of helplessness and hopelessness (Wenzel & Beck, 2008) . Lacking self-efficacy, thoughts arise that devalue oneself particularly in relation to others (Lester, 1983) . This process of cognitions regarding how oneself relates to others characterizes interpersonal theories of suicide (Joiner et al., 2009) where the individual can no longer derive life meaning from others (thwarted belongingness) and views oneself as a burden to others (burdensomeness).
Implications of Findings
The present study provided empirical evidence of the importance of unit-level factors associated with suicide risk, namely hostile work environment and perceptions of trusted leaders. Given the grouped nature of the findings, results imply more consistent monitoring of unit climates, in particular, perceptions of hostile work environments (including fondling, suggestive remarks, sexually suggestive photographs displayed in the workplace, use of sexual language or offcolor jokes) and trusted leadership (leaders who inspire, pull people together to collectively achieve, and act selflessly) (Dame, Army, 2015, pp. 3-18) .
Study Limitations
Readers should be mindful of the present study's limitations. Due to the cross-sectional nature of the study, associations among study variables cannot be seen as causes and effects. Associations might be explained as reversed causality (e.g., suicidal individuals are apt to receive sexual harassment due to their vulnerability-lacking belonging and meaning for their lives) or third variable covariance (e.g., specific cognitions that account for both suicidal behaviors and perceptions of having experienced sexual harassment and trustworthiness of unit leaders). Additionally, due to data limitations, it was not possible to examine suicide risk and sexual harassment by population (military vs. civilian), by gender, or by the type and severity of sexual transgressions, which past research has shown to evidence considerable differences (Bryan, Bryan, & Clemans, 2015; Bryan, McNaughton-Cassill, Osman, & Hernandez, 2013) .
